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Abstract 
by Julie Lynn Davis 
University of the Pacific 
2000 
This cross-sectional study investigates the perceptions of sexual harassment among 
271 non-academic university personnel. The survey administered measured perceptions 
of sexual harassment using 17 dependent variables which assessed attitudes toward 
hostile work environment and quid pro quo sexual harassment. The study found that 
differences do exist in perceptions of sexual harassment based on biological sex of the 
respondents and the biological sex of the sexual harassment target. The study also found 
that there are significant positive correlations between perceptions of sexual harassment 
and the variables of age and number of years in the workforce. This study found no 
significant differences in perceptions of sexual harassment between those respondents 
who had participated in sexual harassment education and those who did not. 
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INTRODUCTION 
Sexual harassment became an important issue in the early 1990's with the Clarence 
Thomas/Anita Hill proceedings on Capitol Hill. But sexual harassment is more than just 
a discussion around the office or an item on the six o'clock news. The victims of sexual 
harassment often face ridicule in the office, a loss of compensation and time worked due 
to emotional distress, and most important, the trauma of the personal violation. 
In addition to the personal repercussions of sexual harassment, there are also 
organizational consequences. Accusations of sexual harassment have unseen effects, as 
well as hard-hitting financial impacts on some of the most influential companies in the 
business world. 
While sexual harassment has been the target of numerous studies in the disciplines of 
communication and business, most studies have focused solely on the female victim of 
sexual harassment, ignoring the potential that men may also fall victim of harassment. 
The Equal Employment Opportunity Commission reports a 3% rise, from 9.1% to 12.1%, 
in charges filed by males from 1992 to 1999 (EEOC, 2000). However, statistics do 
continue to show that women are, in fact, the main targets of sexual harassment. A 1991 
New York Times/CBS News poll found that four out of ten women have been sexually 
harassed (Axelrod, 1993). But the problem is growing with an estimated 50% to 80% of 
American women expected to experience some form of sexual harassment during their 
academic or working life (Hughes & Sandler, 1986; Women's Crisis Support Services, 
1998). The EEOC also reports that sexual harassment allegations are on the rise. 
Between 1992 and 1999, charges of sexual harassment filed with the EEOC rose from 
10,532 to 15,222 (EEOC, 2000). 
Purpose of the Study 
The purpose of this study is to determine the influence of respondents' biological sex 
on perceptions of quid pro quo and hostile work environment sexual harassment 
behaviors. This study will also determine the influence of the biological sex of the sexual 
harassment target, age of the respondents, number of years the respondents have been in 
the workforce, and participation in sexual harassment education by the respondents 
in perceptions of sexual harassment. 
Definitions of Terms 
Definitions of terms frequently utilized in this study are as follows: 
Sexual Harassment (as defined by the Equal Employment Opportunity 
Commission): unwelcome sexual advances, requests for sexual favors and other verbal 
or physical conduct of a sexual nature, when followed by any of these facts: (a) 
submission of the conduct is made a condition of employment; (b) submission to or 
rejection of the conduct is made the basis for an employment decision; and (c) the 
conduct seriously affects an employee's work performance, or creates an intimidating, 
hostile or offensive working environment (Witteman, 1993). 
Equal Employment Opportunity Commission: This United States Commission 
was established by Title VII of the Civil Rights Act of 1964. It enforces the principal 
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federal statutes prohibiting employment discrimination. The EEOC's mission is to 
promote equal opportunity in employment through administrative and judicial 
enforcement of the federal civil rights laws through education and technical assistance" 
(EEOC, 2000, online). 
Quid Pro Quo Harassment: a Latin term meaning "this for that." This type of 
sexual harassment typically involves someone of a higher authority who demands or 
requests favors of a sexual nature in exchange for job benefits or security from job loss or 
other disciplinary action (UAW, 1998). 
Hostile Work Environment: This type of sexual harassment involves creating a 
sexually charged work environment that is intimidating, hostile, and/or offensive to the 
point where it unreasonably interferes with job performance. A hostile work 
environment may be created by a superior, a peer, a subordinate, or any other person who 
is a part of the workplace, including clients. Examples of a hostile work environment 
include, but are not limited to suggestive sexual pictures or cartoons in plain sight, 
comments or remarks about a person's sexuality, sexually explicit jokes and phrases, as 
well as unwelcomed soliciting of romantic encounters (UAW, 1998). 
Gender: cultural meanings surrounding biological sexual differences that are role-
related, typically referred to as masculine, feminine, androgynous, and undifferentiated 
(Taylor & Conrad, 1992). 
Biological Sex: a property of or quality by which humans are classified as male or 
female on the basis of reproductive organs and functions (American Heritage College 
Dictionary, 1993). 
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Justification of the Study 
Sexual harassment is a communication phenomenon. Kreps (1993) believes that 
communication is the primary medium through which sexual harassment is expressed. 
Keyton (1996) notes that "sexual harassment is one type of message sending and 
receiving" (p. 94). Other researchers agree, including Wood (1993), who expands on this 
notion: 
Whatever else sexual harassment may entail—power issues, psychological motives 
and dysfunctions, cultural constructions including gender roles—it is undeniably a 
communication phenomenon. It is so in at least two ways. First, the existence and 
meaning of sexual harassment are constructed symbolically both through culturally 
formed and legitimized definitions and through the processes whereby individuals 
interpret experiences. Second, sexual harassment and the responses to it are enacted 
through communication, (p. 10) 
Berryman-Fink (1993) agrees when she argues sexual harassment is promulgated by 
gender imbalances in self-disclosure, assertiveness, and the use of interruption. 
Additionally, nonverbal gender imbalances in the use of personal space zones, touching, 
and frequency of smiling may also contribute to the misunderstandings and power 
inequalities that play a significant role in sexual harassment. 
Wood (1993) suggested that more research is needed to address male/female 
differences in the perception of sexualized interactions. Wood states, "Understanding 
why women and men interpret the 'same' behaviors quite differently might provide us 
with important insights into a number of influences on symbolic constructions of sexual 
harassment" (p. 17). Women often find that friendly behavior is misinterpreted by males 
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as an invitation to start an intimate relationship, thus beginning the cycle of sexual 
harassment (Berryman-Fink, 1993; Benson & Thomson, 1982). 
While it is true that sexual harassment is illegal (due to Title VII and other 
amendments) and guidelines regarding sexual harassment have been outlined by the 
Equal Employment Opportunity Commission, the perpetrators and even the victims may 
not have a clear understanding of what sexual harassment is. Powell (1986) stated that 
"most research studies of sexual harassment have ignored the issue of how individuals 
themselves define sexual harassment, asking subjects instead to respond to a definition 
provided for them" (p. 10). This misunderstanding may be the culprit in the continuing 
rise of sexual harassment and a main reason why victims fail to report incidents. 
Review of the Literature 
While literature is abundant on the topic of sexual harassment, the bulk appears to be 
from the mid 1990's following the Clarence Thomas/Anita Hill sexual harassment 
Congressional proceedings. Much of the research also comes from the early to mid 
1980's, as women, entering the workforce in record numbers due to the pressures of 
needing two incomes in the households, maintained both a career and a family. Although 
researchers have examined the origins of sexual harassment as well as its long-term 
effects, relatively little attention has been paid to male/female differences in perceptions 
of sexually harassing behaviors. These differences may be key in the controversy 
surrounding what constitutes sexual harassment as well as appropriate behavior in the 
workplace. 
5 
The literature review will cover several different studies surrounding the issue of 
sexual harassment including factors effecting the likelihood for a man to commit sexual 
harassment, perception differences of what behaviors or factors constitute sexual 
harassment, levels of tolerance associated with sexual harassment, correlates of sexual 
harassment, and the role of expectancy theory and gender socialization in sexual 
harassment. 
In a successful effort to develop the Sexual Harassment Proclivity Index, Bingham 
and Burelson (1996) researched men's perceptions of a broad range of sexually harassing 
behaviors. The comprehensive study used a questionnaire that contained measures of (a) 
the Bingham and Burleson Sexual Harassment Proclivity Scale, (b) Likelihood to 
Sexually Harass (Pryor, 1987, (c) the tendency to engage in sex-role stereotyping, (d) the 
endorsement of adversarial sexual beliefs, (e) attitudes supporting sexual harassment, (f) 
tolerance for sexual harassment, (g) tolerance of violence towards women, (h) acceptance 
of rape myths, (i) the need to be perceived in a socially desirable manner, (j) dating 
competence, and (k) unwillingness to communicate in interpersonal settings. The study 
found that men were much more likely than women to engage in intrusive or subtle forms 
(i.e., hostile work environment) of sexual harassment. The study also concluded that 
"those anxious about communicating are more likely to engage in intrusive harassment, 
while those who find communication unrewarding are more likely to engage in quid pro 
quo harassment" (p. 320). 
Solomon and Williams (1997a), in a replication of their earlier study (1997b), 
examined the perceptions of a third party employing a sexual harassment scenario. The 
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goal of the study was to determine if there were differences between men and women in 
their perceptions of what constitutes sexual harassment. Earlier studies (Margolin, 1990; 
McKinney, 1990, Tangri, Burt & Johnson, 1982) found that more females than males 
view sexual harassment as a serious problem. Additionally, females were found to 
express less tolerance for sexually harassing behaviors than their male counterparts. 
Solomon and Williams goal was to identify message features, situational cues, and 
personal characteristics that influence the perception of social-sexual communication as 
sexually harassing. They studied (a) message constraint using message explicitness (the 
extent to which messages make clear a speaker's intention), initiator's position power, 
and initiator's sex; (b) message desirability using initiator's and target's attractiveness as 
well as initiator's sex; and (c) observer differences in attitudes about social-sexual 
communication in the workplace. The researchers found that females rated highly 
explicit messages as significantly more harassing than did their male counterparts. 
However, when messages were low in explicitness, males and females did not differ 
significantly in their attitudes of harassment. 
Kenig and Ryan (1986) examined sex differences in the levels of tolerance of sexual 
harassment on a university campus. The study included a survey of faculty, staff, 
graduate students, and undergraduate students. Kenig and Ryan provided the following 
justification for their study: 
The fact that women are, in most all cases, the victims, and men are the perpetrators, 
points to some fundamental differences in sex-related beliefs and behaviors. These 
differences, to the degree that they exist, could be an important factor in causing 
harassment, the definition of harassment as a social problem, and therefore its 
remedy, (p. 536) 
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Kenig and Ryan s study was based on a modified version of a questionnaire 
developed by Verba, DiNunzio, and Spaulding (1983). The study examined eight 
different categories of behaviors. The respondents rated behaviors as sexually harassing 
depending on whether the behaviors were perpetrated by someone with authority versus 
someone without authority. The study found that sex differences were present in 
definitions of sexual harassment, attitudes toward romantic relationships, attitudes toward 
causation of the harassment and attitudes regarding the role of the university policy. In 
addition, women more than men were found to express lower levels of tolerance toward 
sexual harassment. 
Powell (1986) let individuals in his study define what constitutes sexual harassment, 
by justifying the fact that the majority of previous literature has defined sexual 
harassment for the subject of the study. Powell states that "individuals' own definitions 
of sexual harassment assumed considerable importance in influencing the sexually 
oriented behaviors that they felt entitled to initiate, their responses to behaviors initiated 
by others, and their companies' success in responding to EEOC guidelines" (p. 10). The 
result of the study found that women, overall, perceived virtually every category at least 
somewhat harassing than men. In fact, women found five out of ten behaviors 
significantly more harassing than their male counterparts: (a) sexual remarks; (b) looks 
and gestures meant to be complimentary; (c) nonsexual touching/grabbing/brushing; (d) 
sexual propositions, and (e) sexual activity as a requirement for the job. The study 
concluded that, "There was no apparent effect of the difference in age, education and 
work experience between the two sample groups on their definition of sexual 
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harassment (p. 17). Powell also examined how people's self-perceptions of their own 
sexuality (i.e., masculine, feminine, androgynous, and undifferentiated) correlated with 
perceptions of sexual harassment. The results suggested that individuals' perceptions of 
their sexuality may provide important information to understanding the different personal 
definitions of sexual harassment. 
Lafontaine and Tredeau (1986) studied the frequency, sources, and correlates of 
sexual harassment for women in traditional male occupations, such as engineering, the 
sciences, and management. Respondents were asked while on the job if they were never, 
occasionally, or frequently the object of (a) verbal abuse; (b) subtle pressure for sexual 
activity; (c) sexual remarks regarding clothing, body or love life; (d) touching, patting or 
pinching; (e) leering; (f) brushing against the body; (g) overt demands for sexual activity, 
and (h) physical assault of a sexual nature. Over 75% of the respondents in traditional 
male occupations reported experiencing at least one form of sexual harassment as 
compared to the 50%+ typically cited in the general working population. The reasons for 
this substantial increase may be that the minority status of women in these male-
dominated industries may serve to highlight the incongruity between their feminine sex-
role and their masculine work-role. Additionally, women in traditional male occupations 
may be perceived as a serious threat to male privilege and power. Lafontaine and 
Tredeau concluded that women in these roles may also be more apt to identify sexual 
harassment than their female counterparts in occupations that have traditionally included 
females. The study found that non-abusive verbal comments were the most frequent type 
of harassment reported by respondents, followed by (in order) verbal abuse, leering, 
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touching, and subtle pressure for sexual activity. By a significant margin, sexual 
demands and physical assault of a sexual nature were the least frequent forms of 
harassment reported. The most frequently reported harassers in almost every category 
were co-workers. This finding challenges the commonly held belief that for sexual 
harassment to occur there must be an authority or power differential. 
Burgoon, Dillard and Doran (1983) examined the consequences of violations of 
expectations by males and females in social communication settings. Expectancy theory 
suggests that people develop expectations about the appropriateness of communication 
behavior for females and males. Burgoon and Stewart (1975) found that it was expected 
that males use highly intensive language in persuasive attempts. Males were also found 
to be more successful in communication attempts when they used intense language. In 
contrast, females were expected to use language low in intensity. When females violated 
this expectation, they were viewed as ineffective communicators. Hence, females were 
only effective when using language low in intensity. 
In the 1983 study by Burgoon et al., male/female communication expectations were 
measured using the 16 Marwell and Schmitt (1967) items as well as the Spence and 
Helmreich (1979) Personal Attributes Questionnaire. The study found that males are 
expected to use more aggressive persuasive strategies, while females are expected to not 
use these same aggressive persuasive strategies. If males or females violate these 
expectations, they are penalized by the observer/recipient of the message, thereby not 
effectively persuading their audience. 
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The very nature of reporting sexual harassment, which is high in intensity and 
antisocial, is contradictory to the expectations that females use low intensity language 
and pro-social strategies. Burgoon et al. conclude that reporting sexual harassment 
incidents indicates that the female is no longer primarily concerned with promoting social 
harmony and expressing disapproval of the incident requires the female use intense 
language. Thus, the actual sexual harassment reporting, which in itself is an assertive act, 
is a violation of expectations for females. Violating these expectations may lead to the 
female being perceived as an ineffective communicator. This phenomenon may further 
extend itself for the female to also be perceived as less credible in the sexual harassment 
allegation. 
Burgoon et al. report since expectations dictate that females use non-aggressive and 
pro-social strategies, and they do generally adhere to these expectations, sexual 
harassment may go unreported. The allegedly aggressive technique used in reporting 
sexual harassment may inhibit a female's effectiveness, since it violates the expectations 
that females strive for social harmony and are generally more concerned with the welfare 
of others over herself. Furthermore, the expectations of a man using aggressive strategies 
and a woman using more pro-social strategies set the stage for hostile work environment 
sexual harassment. 
For example, a male may use aggressive strategies in an attempt to persuade a female 
to date him. The female may use pro-social strategies to kindly reject him, while still 
attempting to maintain a positive environment. The male may perceive the polite 
rejection as an invitation to invite the female again. During this interaction, the male 
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continues to use aggressive strategies and the female continues to use pro-social 
strategies. It is the male s goal to persuade the female to agree to a date; however, it is 
the female s goal to maintain a positive social and working environment. With both the 
male and female adhering to these communication expectations, the messages are often 
misinterpreted and hostile work environment sexual harassment may ensue. 
Grauerholz (1994) approached the issue of sexual harassment from a gender 
socialization perspective. Since sex and power are at the root of sexual harassment, she 
examined male and female socialization and how it is shaped from birth. Females have 
been socialized to have a high concern for personal power (developing a sense of 
themselves) and with pro-social behavior (controlling others to promote social 
responsibility). She argues that females are socialized to concentrate on affiliation and 
egalitarian power, rather than interpersonal power, or egotistic dominance. Males, on the 
other hand, are socialized to concentrate on competition, dominance, and power. This 
socialization of the male power and dominance lead to men disclosing less, violating 
women's personal space zones more, touching more, and engaging in less mutual eye 
contact. It is these behaviors as well as verbal comments, nonverbal behavior, and undue 
attention that characterize the most common sexual harassment experiences. Since 
females are socialized to promote social responsibility with a concentration on affiliation, 
the socialization aspects may inhibit many females from reporting sexual harassment. 
Grauerholz states: 
Many women do not report the [sexual harassment] incident to others or use direct 
confrontation because, in addition to fearing that such tactics may backfire and harm 
themselves, many fear that to do so would hurt or create trouble for the harasser. (pp. 
40-41) 
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Grauerholz concludes that these distinct communication style differences can be seen as 
the cause of sexual harassment. 
Gill (199J) agrees that part of the problem surrounding sexual harassment stems from 
men and women viewing the issue differently. The study concentrated on the subjects' 
assessment of behaviors and legal issues. Both males and females perceived more overt 
behaviors (i.e., quid pro quo harassment) as definite harassment, with no sex differences. 
However, sex differences did play a role when the study measured the more subtle forms 
(i.e., hostile work environment) of sexual harassment. Women were more willing to 
identify the subtle behaviors as sexual harassment. 
Burgoon et al. (1983) explained sexual harassment through expectancy theory and 
Grauerholz believed it was socialization that played the main role; Jensen and Gutek 
(1982) believe that attributions and assignment of responsibility are key to understanding 
sexual harassment. Grauerholz focused on the application of attribution theory in four 
areas: (a) sex differences in assignment of responsibility for sexual harassment; (b) 
effects of having experienced sexual harassment on assignment of responsibility; (c) self-
blame in cases of sexual harassment and its affective and work-related effects, and (d) the 
role of sex-role beliefs on assignment of responsibility to self and others. The study 
found that sex-role beliefs have a substantial impact on whether or not victims of 
harassment will blame themselves or others. Thus, women who hold traditional sex-role 
beliefs are more likely to blame other women, as well as themselves, for incidents of 
sexual harassment. In this attribution process, the sex-role belief will affect whether she 
reports the incident to an authority figure or talks to friends and co-workers about it. 
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Jensen and Gutek conclude, That only by changing people's general sex-role beliefs can 
one effect change in the attitudes towards victims of sexual harassment" (p. 134). 
In summary, researchers have many different theories on the cause(s) of sexual 
harassment, though there is yet to be any consensus. One reason for the lack of concrete 
answers may be the research samples used by the researchers. Most of the attitudinal 
surveys collected by researchers have used college students as their study sample (see 
Solomon & Williams, 1997; Bingham & Burleson, 1996; Powell, 1986; Kenig & Ryan, 
1986; Burgoon et al., 1983). This undeniably weakens the generalizability of the studies' 
results to the working population, but it may provide a foundation for gaining insight into 
the phenomena of sexual harassment. 
Hypotheses and Research Questions 
This study addresses two hypotheses and four research questions. 
The two hypotheses are: 
HI: There is a significant difference between male and female perceptions of which 
quid pro quo behaviors are perceived as sexual harassment. 
H2: There is a significant difference between male and female perceptions of which 
hostile work environment behaviors are perceived as sexual harassment. 
The four research questions are: 
RQ1: Are perceptions of sexual harassment altered depending on the biological sex 
of the victim? 
RQ2: Does age influence perceptions of sexual harassment? 
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RQ3: Does the number of years in the workforce influence perceptions of sexual 
harassment? 
RQ4. Does participation in sexual harassment education within the previous two 
years influence perceptions of sexual harassment? 
Rationale for Hypotheses and Research Onectinnq 
There is existing research on the topic of sexual harassment; however, most of this 
research does not allow subjects to create their own definition of sexual harassment. 
Most research has provided a definition of sexual harassment for the subject. Therefore, 
the subject is restricted to only the given definition within the study. In a non-controlled 
situation, people do not have a definition before them. They are forced to make their own 
definition and, therefore, their own judgement calls about sexual harassment based on 
that personal definition. That personal definition may mean the difference between a 
lawsuit and a laugh at a joke. 
Additionally, the majority of existing research fails to recognize that males may also 
become targets of sexual harassment. This study's goal is to examine the effects on 
respondents with the issue of the biological sex of the victim, as well as the role of age, 
number of years in the workforce, and the presence or absence of previous sexual 
harassment education. This study will not only fill a gap in existing research, but also 
contribute to the body of knowledge. 
Hypothesis One predicts that there is a significant difference between male and 
female perceptions of which quid pro quo behaviors are be perceived as sexual 
harassment. Hypothesis Two predicts that there is a significant difference between male 
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and female perceptions of which hostile work environment behaviors are perceived as 
sexual harassment. Support for these two hypotheses is provided from several 
researchers (Powell, 1986; Kenig & Ryan, 1986; Grauerholz, 1994; Solomon & 
Williams, 1997; Berryman-Fink, 1993; Gill, 1993; Benson & Thomson, 1982), who 
highlight the differences in biology, socialization, power inequalities, communication 
strategies, self-perceptions, and understandings of workplace behavior. 
Solomon and Williams (1997) found that females rated highly explicit messages of a 
sexual nature as significantly more harassing than did males. These highly explicit 
messages may be similar to this study's quid pro quo strategies. Kenig and Ryan (1986) 
studied eight different categories of social-sexual behaviors and found that significant sex 
differences were present in definitions of sexual harassment, attitudes toward romantic 
relationships, attitudes toward causation of sexual harassment, attitudes regarding the role 
of university policy, and levels of tolerance toward sexual harassment. Powell's 1986 
study let respondents define sexual harassment individually. The study found that 
females perceived virtually every behavior as more harassing than males. The hostile 
work environment behaviors perceived as significantly different between males and 
females were sexual remarks, looks and gestures meant to be complimentary, and non­
sexual touching/grabbing/brushing. The quid pro quo behaviors perceived as 
significantly more harassing by females than males were sexual propositions and sexual 
activity as a requirement for the job. Gill supports this notion of differences between the 
sexes in his 1993 study that concluded that sex differences did occur when measuring the 
more subtle forms of sexual harassment (hostile work environment). Females were more 
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willing to identify the subtle behaviors as sexual harassment. Grauerholz (1994) argues 
that sexual harassment stems from distinct communication styles between the sexes due 
to socialization tactics employed since birth. Part of these distinct communication styles 
is the females use of pro-social strategies and general friendliness. Berryman-Fink 
(1993) as well as Benson and Thomson (1982) found that the females often find that 
friendly behaviors are misinterpreted by males as an invitation to start an intimate 
relationship. It is this misunderstanding that may begin the cycle of sexual harassment. 
Research Question One investigates the effect on perceptions of sexual harassment 
based on the biological sex of the harassment target. Although females are typically 
depicted as the target in such studies, this study will offer an analysis of perceptions when 
a male is depicted as the target of sexual harassment. 
Research Questions Two and Three will examine the effects of age of the respondent, 
as well as number of years in the workforce on perceptions of sexual harassment. There 
has been little previous research investigating these variables. 
Research Question Four investigates the effects, if any, on previous sexual 
harassment education of the respondents. This study will provide valuable information 
on the effectiveness of the sexual harassment education programs, while determining 
differences in perceptions between respondents who have participated in such educational 
programs and those who have not. 




This chapter describes the subjects, the instrument and the statistical tests employed. 
Subjects 
All staff (non-faculty), numbering 540 employees, at a medium-sized, private 
university were asked to participate in this study. A questionnaire and cover letter (see 
Appendix A) were mailed to all employees. Of the 540 employees, 283 questionnaires 
were returned (52%) with 271 (50%) complete and ready for analysis. No follow-up to 
the questionnaire was needed. 
Demographics 
One hundred and eighty (66.4%) of the subjects reported their biological sex as 
female, and 91 (33.6%) of the subjects reported their biological sex as being male. 
The range of age of participants was from 21 to 65, with eight participants declining 
to state their ages. The mean age of participants was 43.57 years old. The range of the 
number of years in the workforce reported by participants was from 1 to 50 years with the 
mean being 22.86 years. Three participants declined to state their number of years in the 
workforce. 
One hundred and fifty-five (57.2%) of the subjects reported having attended a sexual 
harassment education program within the past two years, while 116 (42.8%) had not 
attended such a program. 
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Instrument 
The instrument in this research study was adapted from Bingham and Burleson's 
(1996) Sexual Harassment Proclivity Index (SHPI). The questionnaire used in this study 
focuses on third party perceptions of which behaviors constitute sexual harassment. For 
this study, two different versions of the questionnaire were distributed. The first version 
(See Appendix B) featured a scenario depicting a female subordinate and a male 
supervisor, where the male supervisor made several attempts to win the affections and 
attention of the female subordinate. The second version (see Appendix C) featured the 
same dynamics, but with a male subordinate and a female supervisor. 
Following the scenario, respondents were then asked to rate the potentially sexually 
harassing behavior of 17 social interactions that supposedly followed the scenario. 
Respondents were asked to rate the interactions on a semantic differential scale ranging 
from "5 = definitely harassment" to "1 = definitely not harassment." These two 
different versions allowed the researcher to examine the different perceptions of sexual 
harassment when the biological sex of the victims is different. 
The original questionnaire, developed by Bingham and Burleson, was written in the 
second person, to determine how likely respondents were to engage in the sexual 
harassment behaviors listed below the scenario. However, the instrument employed in 
the current study was reformatted to address perceptions of a third party. This research 
was aimed at discovering how individuals operationalized sexual harassment, allowing 
respondents to create their own definition. Thus, the research sought to address which 
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behaviors are perceived as sexual harassment according to biological sex of the 
respondent, biological sex of the target, age of the respondent, number of years 
respondent has been in the workforce, and participation in sexual harassment education. 
In the original format of second person orientation by Bingham and Burleson, 
convergent validity was found to be correlated with several theoretically relevant 
assessments, including hostile work environment harassment (r = .41, p < .001), quid pro 
quo harassment (r = .37, p < .001), the endorsement of adversarial sexual beliefs (r = .38, 
p < .001), attitudes supporting sexual harassment (r = .45, p < .001), tolerance for sexual 
harassment (r = .40, p< .001) and acceptance of rape myths (r = .24, p < .001). 
Representational validity was confirmed when Bingham and Burleson rated women on 
each of the items on the SHPI as objectionable based on inappropriateness, offensiveness, 
and the harassing nature of the behavior. Internal consistency, measured by Cronbach's 
alpha for the nine items assessing hostile work environment sexual harassment was .83. 
For the seven items assessing quid pro quo harassment, the alpha coefficient was .62. 
Statistical Tests Employed 
Since Hypotheses One and Two predict a significant difference between male and 
female perceptions, ANOVAs were used to test for differences between groups. To 
examine differences in perceptions of sexual harassment based on the biological sex of 
the target, ANOVAs were computed. To test differences between two groups, t-tests 
were also used for Research Question Four that investigated differences in perceptions 
between those who participated in sexual harassment education and those who did not. 
To examine influences of age and number of years in the workforce on perceptions of 
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sexual harassment, the Pearson correlation coefficient was used, because it allows the 
comparison of the strength and direction of the relationship between variables. 
Summary 
This chapter has examined the methodology applied to this research study, including 
subjects involved, the instrument utilized, and the statistical methods employed for 




This chapter will focus on the results of the research study. The findings will be 
presented by addressing each of the hypotheses and each of the research questions posed 
in the first chapter. 
Hypothesis 1 
Hypothesis One predicted a significant difference between male and female 
perceptions of quid pro quo behaviors perceived as sexual harassment. Results of the 
study found that two out of the four quid pro quo behaviors were perceived differently by 
males and females (see Table 1). 
Hypothesis 2 
Hypothesis Two predicted there would be significant differences between male and 
female perceptions of which hostile work environment behaviors would be perceived as 
sexual harassment. Results of the study found significant differences for all of the 14 
items portraying a hostile work environment situation (see Table 2). 
Research Question 1 
The purpose of Research Question One was to determine if the biological sex of the 
victim influenced respondents' perceptions of sexual harassment. The results (found in 
Table 3) indicated that sex of the victim altered perceptions in seven of the seventeen 
items. 
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Research Question 2 
Research Question Two investigated the relationship between age and perceptions of 
sexual harassment. Results found that age did influence perceptions of sexual harassment 
on 7 of the 17 items measured (see Table 4). 
Research Question 3 
Research Question Three investigated the relationship between number of years the 
respondents have worked and the perceptions of sexual harassment. Results indicate that 
number of years in the workforce did influence perceptions of sexual harassment in 11 of 
the 17 items (see Table 5). As the number of years in the workforce increased, 
respondents were more likely to rate behaviors as sexually harassing. 
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Table 4. Correlations between age and perceptions of sexual harassment. 
I*621 — Age correlation (V) 
3. Manager inquires about subordinate's past relationships. .237** 
14. Manager puts arm around subordinate to indicate interest. .171** 
6. Manager asks if subordinate is involved with anyone romantically. . 157* 
15. Manager displays suggestive pictures so subordinate can see them. .147* 
11. Manager comments about getting to know subordinate on a 
personal level. .140* 
7. Manager fires subordinate and hires an equally qualified person. .125* 
13. Manager emails subordinate to ask out on a date. .124* 
10. Manager gives subordinate boring assignments until they date. .118 
17. Manager leaves subordinate voicemails commenting on 
subordinate's attractiveness. .099 
12. Manager comments on how nice subordinate looks in suit. .095 
8. Manager asks subordinate to lunch/drinks until invitation is accepted. .078 
2. Manager offers raise if subordinate agrees to go out on a date. .075 
16. Manager asks subordinate if dating a boss would be bothersome. .058 
4. Manager gives subordinate a raise in hopes they will date. .058 
5. Manager reminds subordinate of advancement opportunities. .037 
1. Manager comments on attractiveness of subordinate. .029 
9. Manager threatens termination if subordinate does not go on a date. .013 
Correlation is significant at the 0.05 level (2-tailed) 
**Correlation is significant at the 0.01 level (2-tailed) 
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Table 5. Correlations between number of years in the workforce and perceptions of 
sexual harassment. 
Yrs in workforce 
Hsm correlation (r) 
3. Manager inquires about subordinate's past relationships. .297** 
6. Manager asks if subordinate is involved with anyone romantically. .237** 
14. Manager puts arm around subordinate to indicate interest. .191** 
17. Manager leaves subordinate voicemails commenting on 
subordinate's attractiveness. .180** 
15. Manager displays suggestive pictures so subordinate can see them. .178** 
11. Manager comments about getting to know subordinate on a 
personal level. .171** 
10. Manager gives subordinate boring assignments until dating. .160** 
13. Manager emails subordinate to ask out on a date. . 159** 
12. Manager comments on how nice subordinate looks in suit. .141* 
7. Manager fires subordinate and hires an equally qualified person. .133* 
2. Manager offers raise if subordinate agrees to go out on a date. .130* 
8. Manager asks subordinate to lunch/drinks until invitation is accepted. .109 
1. Manager comments on attractiveness of subordinate. .091 
16. Manager asks subordinate if dating a boss would be bothersome. .080 
5. Manager reminds subordinate of advancement opportunities. .075 
4. Manager gives subordinate a raise in hopes they will date. .069 
9. Manager threatens termination if subordinate does not go on a date. .061 
Correlation is significant at the 0.05 level (2-tailed) 
**Correlation is significant at the 0.01 level (2-tailed) 
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Research Question 4 
Research Question Four examined the influence of participation in a sexual 
harassment education program on respondents' perceptions of sexual harassment. 
Results indicated that there is no influence in perceptions based on participation in a 
sexual harassment program. Table 6 displays means, standard deviations, t-test values, 
degrees of freedom and significance levels between those who have participated in a 
sexual harassment education program (Educ) and those who have not participated in such 
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DISCUSSION 
Having provided the results to the hypotheses and research questions, this chapter 
discusses the implications of the study, the limitations of the study, suggestions for future 
research, and conclusions that can be drawn from this research. 
Implications of the Study 
ANOVAs performed to produce the results of Hypothesis One found that two of the 
four items were perceived as significantly different by males and females. In fact, the 
most overt forms of quid pro quo sexual harassment, which include offering a raise in 
return for sexual favors and firing a subordinate for lack of compliance with sexual 
requests, were seen as significantly different between males and females. According to 
the results of the current study, females are significantly more likely to perceive these 
behaviors as sexual harassment. The fact that these two distinct groups who co-inhabit 
the office setting on a daily basis have completely different views of appropriate and 
acceptable behavior may be a significant reason why sexual harassment occurs. 
This finding supports Solomon and Williams' 1997 study that concluded females 
rated highly explicit messages as significantly more harassing than males. Furthermore, 
this study also supports the findings of Powell's 1986 study that found sexual 
propositions and sexual activity as a requirement for the job, both quid pro quo items, 
were perceived as significantly more harassing to females than males. 
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However, these findings are in contrast to previous research by Gill (1993) that 
concluded males and females did not perceive quid pro quo harassment items as 
significantly different. 
Results of Hypothesis Two indicated that males and females rated every hostile work 
environment item as significantly different. Females rated all hostile work environment 
items as significantly more harassing than did their male counterparts. These findings do 
support most previous research that males and females have extremely different ideas 
about hostile work environment behaviors. 
These findings support Powell's 1986 study that found females perceived hostile 
work environment behaviors such as sexual remarks, looks and gestures meant to be 
complimentary, and non-sexual touching/grabbing/brushing as significantly more 
harassing than their male counterparts. Furthermore, Gill's 1993 study also concluded 
that sex differences were significant when the study measured the more subtle forms of 
sexual harassment (i.e., hostile work environment items). Kenig and Ryan (1986) also 
found that sex differences were present in definitions of sexual harassment, attitudes 
toward romantic relationships, and attitudes toward causation of sexual harassment. 
These attitudinal differences can lead to hostile work environments or quid pro quo 
harassment. Kenig and Ryan also found that levels of tolerance toward sexual 
harassment were found to be lower for females than males. 
The sole study that contradicts the findings that males and females perceive hostile 
work environment as significantly different is Solomon and Williams 1997 study. The 
study concluded that messages low in explicitness were not perceived as significantly 
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different by males and females. These messages that are low in explicitness, allowing for 
broad interpretation of the message, can be characterized as hostile work environment 
items as they allow multiple meanings that may be interpreted as sexual harassment. 
While there is moderate agreement about quid pro quo items (as found in Hypothesis 
One), males and females have no concrete agreement of appropriate behaviors in the 
workplace. Hostile work environment sexual harassment, the more subtle of the two 
forms of harassment, is certainly the most frequent in the workplace. It is often hard to 
prove such cases in a court of law, and these obvious differences about what hostile work 
environment harassment entails only promulgate the confusion of what occurrences 
actually do lead to a hostile work environment that interferes with job performance. 
In the last 10 years, while sexual harassment has been a critical topic, it appears 
awareness, at least at organizational and legal levels, has been raised about the issue. 
However, it seems that behaviors are not changing (see EEOC, 2000), nor are 
perceptions. Females are still more sensitive than males to sexual harassment issues. 
Despite the effort of organizations to train and educate its workforce, sexual harassment 
continues. 
It may be that organizations are focusing resources on curing the symptoms, without 
attacking the cause of sexual harassment. The belief by some that women are sexual 
objects for the taking who serve as gratification tools for men, may be deeply rooted in 
childhood lessons, family structure, or media presentations. Consider for the moment 
that a number of people in the workforce come from the 1950 s, a time when it was 
modeled that women are there to serve their husbands, whether it be to cook dinner, raise 
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the children or do the laundry. These childhood experiences in gender-based roles may 
have carried through the decades to today's workplace, a workplace where women 
allegedly hold subservient roles to the men. 
If this pre-feminist ideology holds true today, the responsibility may fall on today's 
parents to demonstrate to their children that people's worth or place in the world is not 
determined by their biological sex. Instead, parents must demonstrate, not just explain, 
that worth is based on the person one strives to be, through self-improvement, education, 
risk taking, morals, and ethics. 
However, family dynamics may only be a part of the puzzle. Many of the tools that 
shape young minds have obvious gender-based roles attached to the characters in fairy 
tales, cartoons, and storybooks. More often than not, it is the female who is in distress, 
calling for the prince to save her. Or, it is the female who stays home with the little ones, 
while the father goes to work. Many of these images may subconsciously lead the child 
to believe that women are the weaker sex, the nurturing ones, while men are the sex that 
dominates and gets things done. 
These lessons that are repeated and reaffirmed almost every day in a child's life may, 
indeed, be the reason education and conscious learning is not reducing the frequency or 
severity of sexual harassment. It may take a lifetime for an individual to unlearn what 
has been ingrained in the psyche of the child, and several generations to reverse the 
effects of the dated ideology that women are lesser beings than men. 
Previous research has not addressed the topic of sexual harassment perpetrated 
against males. Although it is true that females are usually the targets, with more females 
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making their way up the corporate ladder, women are now finding themselves in 
positions of power. Research Question One addressed the issue of differences in the 
biological sex of the victims. Results found that seven of the seventeen items were rated 
as significantly different based on the sex of the victim (Ql, Q3, Q4, Q5, Q12, Q15, and 
Q17). Respondents perceived behaviors as significantly more harassing when 
perpetrated by a male manager against a female target (versus behaviors perpetrated by a 
female manager against a male target). These results bring to light that not only are 
businesses forced to deal with the consequences of sexual harassment itself, but there 
appears to be a double standard dependent on the sex of the victim. 
This prevailing double standard may be a result of higher sensitivity to female victim 
harassment. With highly publicized cases involving female victims of sexual harassment 
battling "big business," people may become socialized to be more sensitive to the female 
targets, while ignoring the possibility and the reality that males also become targets. 
All of the items dealing with comments that were related to the victim's attractiveness 
(Ql, Q12, and Q17) were found to be rated as significantly different dependent on the sex 
of the victim. A male manager commenting on a female target's attractiveness was found 
to be perceived as significantly more harassing than a female manager commenting on a 
male target's attractiveness. In offices at the university studied, it appears to be 
acceptable to the majority of respondents for a female to comment on a man s 
attractiveness, but not acceptable for a male to comment on a female s attractiveness. 
This contradiction may stem from the belief that a man's comments or intentions may 
be deemed as having a sexual undertone, whether that judgement is warranted or not. 
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Conversely, a woman's comments may be perceived as purely complimentary, with little 
or no sexual intention. The question that organizations need to ask is, "Are comments 
about physical attractiveness appropriate in the workplace, regardless of intentions?" If 
these types of comments are found to be inappropriate, the organization may have to 
create and implement a policy governing and outlining appropriate and inappropriate 
topics of conversations. 
While these policies may clearly delineate the language to be used in the office, at 
what cost will this impact the culture and atmosphere of the organization? These types 
of "black and white" policies may leave employees feeling stifled and over-controlled 
with a decrease in morale, therefore hampering creativity and productivity. 
Organizations must carefully balance the need for control and the need for employee 
success through creativity and work-related risk taking. 
Other items found to be significantly different were Q3 (Manager inquires about 
subordinate's past relationships), Q4 (Manager gives subordinate a raise in hopes they 
will date), Q5 (Manager reminds subordinate of advancement opportunities), and Q15 
(Manager displays suggestive pictures so subordinate can see them). According to the 
results, all four of these items are perceived as acceptable with a female manager, but 
unacceptable with a male manager. 
Again, this double standard may be due to the assumptions the respondents make 
about the manager's underlying intentions with each of these actions. Males, more than 
females, are perceived as attaching sexual interest to their actions or comments. These 
perceptions may be linked back to communication expectations. 
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Burgoon et a1. concluded that females use more pro-social persuasive strategies while 
communicating. Hence, people expect females to be more pro-social and strive for the 
common welfare of the organization, instead of being concerned with personal power. 
This may explain why female managers are more apt to be judged leniently in 
interpersonal situations, as indicated by the results of this study. In contrast, according to 
Burgoon et al., males are more concerned with competition and dominance, using more 
aggressive persuasive communication strategies. Hence, people expect males to be more 
concerned with personal power and gain, ignoring the "good" of the organization. 
Therefore, this may explain why male managers are judged harshly (as indicated by the 
results of this study), as respondents feel comments or actions are made solely for 
personal gain. 
Research Question Two results found that in 7 of the 17 items tested, as age 
increased, so did sensitivity to sexually harassing behaviors. Items Q3, Q6, and Q11, all 
dealing with the manager inquiring about the subordinate's personal life, were found to 
be significantly correlated with age (r = .24, p < .01; r = .16, p < .05 and r = .14, p < .05, 
respectively). The results from Q3, Q6, and Q11 may indicate that older respondents 
perceive personal lives as a private matter, and not appropriate material to be discussed in 
the workplace. 
Item Q7 (Manager fires subordinate and hires an equally qualified person) is 
significantly correlated with age (r = .13, p < .05). This indicates that older respondents 
are more likely to see this as a form of harassment than their younger counterparts. This 
quid pro quo harassment may seem insignificant to the younger population on the 
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surface, since no specific demands were made following the initial requests presented in 
the scenario. However, the fact remains that the manager did fire the subordinate out of 
frustration of the lack of compliance with requests for dates. According to this study, 
older respondents were more able to discern the distinction. This may indicate that older 
employees are better equipped with analytical skills to "read between the lines" in cases 
of sexual harassment. 
Item Q13 (Manager emails subordinate to ask out on a date) was found to be 
significantly correlated with age (r = .12, p < .05). Additionally, items Q14 (Manager 
puts arm around subordinate to indicate interest) and Q15 (Manager displays suggestive 
pictures so subordinate can see them) were found to be significantly correlated with age 
(r = .17, p < .001 and r — .15, p < .05, respectively). These results indicate that older 
respondents were much more likely to see these hostile work environment tactics as 
sexually harassing than younger respondents. Older respondents may hold the belief that 
personal items (asking for dates, physical contact, and suggestive pictures) should stay 
out of the workplace. 
With the Baby Boomers slowly easing out of the workforce via retirement, the 
younger generations will soon take over corporate America. While these young 
employees and executives may bring fresh ideas to bargaining tables, they also will bring 
fresh ignorance about workplace sexual harassment. With lines blurring between work 
and home and many people looking for love in the workplace, America may see an even 
steeper rise in incidents of sexual harassment. With young executives working 50 to 70 
hours per week in an effort to ascend the corporate ladder, many are finding little time for 
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a social life and even less time to find a mate. Many will turn to the next office to find a 
date. And chances are, it could go too far and lead to sexual harassment. 
However, there is hope that young executives and employees will not become part of 
the sexual harassment cycle. The results of this study found a positive and significant 
correlation between number of years in the workforce and eleven items measuring the 
perceptions of sexual harassment. Similar to correlations between age and perceptions of 
sexual harassment, items dealing with the subordinate's personal life Q3 (Manager 
inquires about subordinate's past relationships), Q6 (Manager asks if subordinate is 
involved with anyone romantically), and Q11 (Manager comments about getting to know 
subordinate on a personal level) were significantly correlated with number of years in the 
workforce (r = .30, p < .01; r = .24, p < .05 and r = .17, p < .01, respectively). The results 
indicate that as the number of years respondents have worked increases, their sensitivity 
to sexually harassing behaviors manifesting themselves via inquiries about personal lives 
also increased. People with more work experience can more readily identify sexually 
harassing behaviors. 
Items dealing with the subordinate's attractiveness, Q12 (Manager comments on how 
nice subordinate looks in suit) and Q17 (Manager leaves subordinate voicemails 
commenting on subordinate's attractiveness) were found to be significantly correlated 
with number of years in the workforce (r = .14, p < .05 and r = .18, p < .01, respectively). 
Results indicate that respondents with more work experience found these comments 
inappropriate for the office, as well as sexually harassing. 
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Items Q13 (Manager emails subordinate to ask out on a date), Q14 (Manager puts 
aim around subordinate to indicate interest), and Q15 (Manager displays suggestive 
pictures so subordinate can see them) all contribute to a sexually charged atmosphere and 
are correlated with number of years in the workforce (r = . 16, p < .01; r = . 19, p < .01 and 
r = .18, p < .01, respectively). 
Quid pro quo items Q7 (Manager fires subordinate and hires an equally qualified 
person) and Q10 (Manager gives subordinate boring assignments until dating) were 
found to be significantly correlated with number of years in the workforce (r = .13, p < 
.05 and r = .16, p < .01, respectively). Not only were respondents with more work 
experience readily able to identify hostile work environment sexual harassment, but they 
also were better equipped to identify two of the four quid pro quo behaviors. 
This study has shown that respondents with more work experience can more readily 
perceive sexual harassment in a majority of the items measured. The question now 
becomes, "How can organizations accelerate the understanding of sexual harassment in 
less experienced employees to match the understandings of more experienced 
employees?" It may be that there is no substitute for actual experience. 
The final research question examined how sexual harassment education affects 
perceptions of sexual harassment. Possibly the most important finding of this study, 
results indicated that there is no influence in perceptions of sexual harassment based on a 
participation in a sexual harassment education program. These results indicate that, at 
least within the university personnel studied, the specific sexual harassment education 
program employed may be ineffective at influencing perceptions. The sexual harassment 
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education program used within the university had mainly consisted of informational 
strategies only. However, in the six months before the research was conducted, the 
university had implemented a new sexual harassment education program that integrated 
video, visual instruction/information, printed scenarios for small group work, and the 
current university policy. It is unclear from this study which of the two forms of sexual 
harassment education, if at all, influenced perceptions of sexual harassment. These 
results may also indicate that sexual harassment education, in and of itself is virtually 
useless in influencing perceptions and changing attitudes or potential behaviors. These 
findings may lead to the conclusion that other measures must be employed to eliminate 
sexual harassment. Berryman-Fink (1993) urges the use of male-female communication 
training as a supplement to sexual harassment education. Understanding how men and 
women communicate differently may lay substantial groundwork in the fight against 
sexual harassment. Since this study and others (Solomon & Williams, 1997; Powell, 
1986; Kenig & Ryan 1986; Gill, 1993) found that men and women interpret the same 
behaviors very differently, a focus of sexual harassment education needs to go beyond 
just spelling out laws and guidelines; the understanding of the sexual harassment 
phenomenon may be increased with a series of workshops where narratives and 
employee-participation role plays are used to convey the emotions of those involved in 
sexual harassment. 
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Limitations of the Study 
The major limitation of this study may be that a relatively small sample size, 
encompassed within a single organization, was the basis of this study. This small sample 
size may limit the generalizability to all organizations. 
A second limitation of this study also deals with the generalizability of this survey 
sample. Although the survey sample consisted of working adults and not college 
students, the sample was of non-academic staff members employed by a college. The 
academic culture of the college may be extremely different from that of non-academic 
organizations. Therefore, this study may not be completely generalizable to the non-
academic organization. 
A third limitation of this study deals with Research Question Four. The findings of 
this study were that perceptions of sexual harassment were not influenced by 
participation in a sexual harassment education program. It may be that only the specific 
sexual harassment education program at the university study was ineffective. However, it 
was not clear from survey responses, for those who had attended a sexual harassment 
education program, if the program was sponsored by the university studied or a private 
sexual harassment class. These findings may not generalize to all institutions with a 
sexual harassment program or those considering implementing one. 
An additional limitation of the study was that it did not attempt to measure potentially 
relevant causal variables. While the study did include such variables as age, number of 
years in the workforce, and sexual harassment education participation, there are still 
several variables that could potentially influence perceptions of sexual harassment. Such 
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variables may include marital status, personal experience with sexual harassment, sex-
role beliefs, gender socialization, and self efficacy. Other demographic information may 
influence perceptions of sexual harassment as well, including cultural background, 
socioeconomic background, post high school education, religious beliefs, and childhood 
experiences. 
Since both of the hypotheses of this study were based on perception differences 
between male and female respondents, a limitation of the generalizability of this study 
may be nearly two-thirds of the sample were female. Since it seems there is a marked 
disparity between male and female sexual harassment perceptions, it would be ideal to 
have a sample with an equal number of males and females. 
Suggestions for Future Research 
There are several issues that should be raised as future research is considered on 
perceptions of sexual harassment. First, the results indicate that there is no significant 
difference in perception of sexual harassment based on participation in a sexual 
harassment education program. In future research, it would be interesting to investigate 
if this holds true in other organizations using a variety of educational strategies. 
Additionally, future research efforts should focus on examining what specifically does 
and does not work to change perceptions of sexual harassment in the workplace. 
In a world of ever-increasing diversity and as organizations strive to expand diversity 
among staff, it may prove a worthwhile endeavor to examine occurrences and perceptions 
of sexual harassment across ethnicities, cultures, socioeconomic status, and national 
origins, as well as religious backgrounds. As results of data analysis indicated, other 
43 
demographic data such as age, biological sex, and number of years in the workforce all 
influenced perceptions. It is quite clear that sexual harassment is a complicated 
phenomenon in which many factors play a role. 
While this study forged ahead to recognize that men may also become a target of 
sexual harassment, future research should investigate perceptions and occurrences of 
same-sex sexual harassment. While this topic may seem a little taboo to potential 
research samples, the results could be overwhelming in not only providing data of 
perceptions of sexual harassment, but it also may bring to light other useful information 
about thoughts and feelings surrounding sexual orientation in the workplace. 
It may be beneficial for future research to delve deeper into the psyches of subjects to 
obtain information on perceptions of sexual harassment. Actual field research in multiple 
offices may yield stronger data, along with the use of interviews with targets and 
perpetrators. This potentially rich information could provide valuable insight as to the 
causes and effects of sexual harassment. 
Future research may benefit from exploring the influence on perceptions from those 
who have been the targets or perpetrators of sexual harassment. In particular, exploring 
the rationale and motivations of the perpetrators for committing sexual harassment could 
provide valuable insights as how to stop sexual harassment before it begins. The 
perpetrator's views could be extremely valuable information if juxtaposed with the 
reactions of the target, including effects on the target's work, productivity, self-
confidence, sexual identity, and maintenance of other relationships. 
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Conclusions 
The purpose of this study has been to examine the influence of biological sex of the 
respondents, age of the respondents, respondents' work history, respondents' 
participation in sexual harassment education, and biological sex of the sexual harassment 
target on perceptions of sexual harassment. The study found that women rated both quid 
pro quo and hostile work environment items as significantly more harassing than their 
male counterparts. While awareness has been raised about the issue of sexual 
harassment, males' perceptions about social-sexual communication in the workplace has 
continued to remain in the pre-feminist era. However, this belief that women may not 
hold higher purposes than male gratification may soon come to a screeching halt. Male 
managers beware: employees are becoming more aware of male manager/female 
subordinate dynamics. Employees perceived significantly more harassment when 
interactions involve a male manager/female employee than a female manager/male 
employee. 
The aging workforce and those with more experience under their belts may also 
become a sexual harasser's worst nightmare. It appears that with age and experience 
comes sexual harassment wisdom. Employees who are older and/or those with more 
work experience are more able to discern sexual harassment than their younger and less 
experienced counterparts. 
As for remedying the sexual harassment problem, many organizations turn to sexual 
harassment training. Organizations may be turning in the wrong direction. This study 
found no difference in perceptions of sexual harassment between those who had 
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participated in a sexual harassment education program and those who had not. Education 
or training for personnel on issues surrounding sexual harassment are often cited as 
potentially the best way to eliminate harassment. However, as the present study 
concludes, education and training may not be the answer. Organizations and future 
research need to examine all avenues of preventing sexual harassment. 
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January 24, 2000 
APPENDIX A 
Dear Pacific Staff, 
Hi! My name is Julie Davis, and I am a graduate student at UOP. This is my sixth year 
at UOP. Right now, I am working on my Master's Thesis. In order to complete my thesis 
and graduate with my Master of Arts in Organizational Communication, I need to 
conduct a research study. 
Since I have enjoyed my time so much at UOP, I thought "why don't I include UOP staff 
in my research?" My research involves the topic of sexual harassment and people's 
attitudes about sexual harassment. Enclosed you will find a survey that I have created. I 
would appreciate if you could help me by taking about 5 minutes to fill out the survey 
today. Of course, participation is voluntary. I also want to stress that these surveys are 
completely anonymous and confidential. There is absolutely no way that surveys can 
be traced back to specific individuals, departments, etc. 
After you have completed this short survey, just pop it in the envelope provided and drop 
in Campus Mail. And that is it! I would like to have all the surveys by February 1, 
2000. If you have any questions regarding this survey or the purpose for which the data 
will be used, please feel free to contact me at jdavis2@uop.edu. 
Again, thanks so much for helping me with my thesis. I really appreciate your input. 
I would also like to thank Human Resources for their support and collaboration in my 
research. A project summary report will be provided to the Sexual Harassment Panel for 






We are conducting a survey for academic research. Your opinions are greatly 
appreciated. All information given is confidential and your identity will remain 
anonymous. Thank you for your participation in this study. 
Part 1: Please read this scenario carefully. After you have completed reading the 
scenario, please answer the following questions. Please circle your answer. 
Laura is the manager at a small company. Charles is an assistant in 
Laura's office. Laura has noticed Charles' good looks and has thought 
about going out with him. Over the last few weeks, Laura has made it a 
point to talk to Charles. She has asked him out to lunch a few times, but 
each time Charles has declined. 
Listed below are several strategies that Laura could use to get Charles to 
go out with her. Please rate each strategy according to its potentially 
harassing nature. 
1 = Definitely Not Harassment 
2 = Probably Not Harassment 
3 = Unsure of Harassment 
4 = Probably Harassment 
5 = Definitely Harassment 
1. Laura comments on how handsome Charles is. 
1 2 3 4 5 
2. Laura offers Charles a raise if he will go out with her. 
1 2 3 4 5 
3. Laura asks about Charles' past romantic relationships. 
1 2 3 4 5 
4. Laura gives Charles a raise, in hopes he will date Laura. 
1 2 3 4 5 
5. Laura reminds Charles that she can help him advance in the company. 
1 2 3 4 5 
(CONTINUED) 
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6. Laura asks Charles if he is romantically involved with anvone 
1 2 3 4 5 
7. Laura fires Charles and hires someone equally qualified for the iob 
1 2 3 4 5 
8. Laura asks Charles out for lunch until he accepts her invitation 
1 2 3 4 5 
9. Laura tells Charles she will terminate his employment if he does not go out 
with her. S 
1 2 3 4 5 
10. Laura gives Charles boring and difficult assignments until Charles agrees to 
go out with Laura. 
1 2 3 4 5 
11. Laura tells Charles she would like to get to know him on a personal level 
1 2 3 4 5 
12. Laura comments on how nice Charles looks in his suit. 
1 2 3 4 5 
13. Laura E-mails Charles frequently asking him out on dates. 
1 2 3 4 5 
14. Laura puts her arm around Charles to let him know she is interested. 
1 2 3 4 5 
15. Laura leaves suggestive pictures out where Charles can see them. 
1 2 3 4 5 
16. Laura asks Charles if dating his supervisor would bother him. 
1 2 3 4 5 
17. Laura leaves Charles voicemails telling him how attractive he is. 
1 2 3 4 5 
Part 2: About You. Please circle or write in the answer that best applies to 
you. 
1. Biological Sex (please circle): Female Male 
2. What is your age? 
3. How many years have you been in the work force? 
4. Have you attended any sexual harassment education programs within the past 
two years? (please circle) 
Yes No 




We are conducting a survey for academic research. Your opinions are greatly 
appreciated. All information given is confidential and your identity will remain 
anonymous. Thank you for your participation in this study. 
Part 1: Please read the scenario below carefully. After you have completed reading the 
scenario, please answer the following questions. Please circle your answer. 
Mark is a manager of a department in a small company. Mark just hired a 
new secretary, Jill. Mark thinks Jill is very attractive and would like to get 
to know her on a personal level. Mark has asked Jill out for drinks a 
couple of times, but Jill turned him down each time. 
Listed below are several strategies that Mark could use to get Jill to go out 
with him. Please rate each strategy according to its potentially harassing 
nature. 
1 = Definitely Not Harassment 
2 = Probably Not Harassment 
3 = Unsure of Harassment 
4 = Probably Harassment 
5 = Definitely Harassment 
1. Mark asks Jill out for drinks until she accepts his invitation. 
1 2 3 4 5 
2. Mark comments on how attractive Jill is. 
1 2 3 4 5 
3. Mark gives Jill a raise, in hopes she will date Mark. 
1 2 3 4 5 
4. Mark puts his arm around Jill to let her know he is interested. 
1 2 3 4 5 
5. Mark reminds Jill that he can help her advance in the company. 
1 2 3 4 5 
(CONTINUED) 
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6. Mark asks Jill if dating her supervisor would bother her 
1 2 3 4 5 
7. Mark asks Jill if she is romantically involved with anyone 
1 2 3 4 5 
8. Mark tells Jill he would like to get to know her on a personal level 
1 2 3 4 5 
9. Mark comments on how nice Jill looks in her dress 
1 2 3 4 5 
10. Mark E-mails Jill frequently asking her out on dates 
1 2 3 4 5 
11. Mark asks about Jill's past romantic relationships. 
1 2 3 4 5 
12. Mark gives Jill boring and difficult assignments until Jill agrees to go 
out with Mark. 
1 2 3 4 5 
13. Mark offers Jill a raise if she will go out with him. 
1 2 3 4 5 
14. Mark leaves suggestive pictures out where Jill can see them. 
1 2 3 4 5 
15. Mark tells Jill he will terminate her employment if she does not go out 
with him. 
1 2 3 4 5 
16. Mark leaves Jill voicemails telling her how beautiful she is. 
1 2 3 4 5 
17. Mark fires Jill and hires someone equally qualified for the job. 
1 2 3 4 5 
Part 2: About You. Please circle or write in the answer that best applies to you. 
1. Biological Sex (please circle): Female Male 
2. What is your age? 
3. How many years have you been in the work force? 
4. Have you attended a sexual harassment education program within the past two years? 
(please circle) 
Yes No 
Thank you for your participation in this survey. 
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